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The purpose of this degree paper Is to examine the
effects of pay, sex, and work-status on the level of Job
satisfaction among the directors of recreation centers in
the City of Atlanta.
The significance of this study Is that It provides
city officials with first hand analysis of the Impact of
the three above stated factors on the Job satisfaction
level of a crucial segment of Its work force on which no
study has ever been conducted.
The findings of this study revealed the following:
(a) Statistically, there is no significant difference In
the level of Job satisfaction among Center Directors based
on sex; (b) that part-time Directors are more satisfied
than full-time Directors; and (c) that those Directors paid
lower salaries are more satisfied than those paid higher
salaries.
The major research tool used was descriptive analysis.
Descriptive analysis was used to describe situation and
events. Thus, descriptive analysis was used to examine the
effects of sex, pay, and work-status on the level of Job
satisfaction among Recreation Center Directors.
Primary data were collected by utilizing a questionnaire
and conducting personal Interviews. Secondary data were
gathered from government documents. Journals and books.
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I. IN'IRODUCTION
As the society we live In advances economically and
technologically, the need arises for a higher degree of Job
performance. This Issue becomes even more critical when
discussing ways to Increase the level of organizational
efficiency and higher levels of self-satisfaction for the
Individual employee. It Is believed that what Is good for
the organization Is ultimately good for Its people, and
those Individuals most satisfied with their Jobs are usually
those who utilize their abilities to the fullest to make
concrete contributions to the organization.
The public concern about what la happening to American
workers In the 20th century Is not new. It has occupied
the attention of social scientists and other observers of
the social scene for several decades, with surveys on
Job satisfaction starting as early as the 1930s. Basically,
these surveys asked workers whether or not they were
satisfied with their Jobs. Overall, the findings Indicated
that Job satisfaction remained stable throughout the early
1970s. However, In a 1979 report by Graham Staines and
Robert Quinn, a substantial drop In the level of Job
satisfaction was noted. Unhappy workers existed In every
segment of the work force. In general, the report showed
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that men were more unhappy with their work than women, and
that lower skilled workers and older workers had a greater
tendency to be unhappy than younger workers.!
According to the research surveys, during the 1980s
there was not a substantial amount of studies done by urban
city governments to ascertain the satisfaction level of
their workers. As Staines and Quinn pointed out, every
viable organization must constantly evaluate worker
performance and satisfaction levels If It Is to remain
productive.2
This notion Influenced the writer to conduct this
study. It Is Important to stress the fact that various
studies conducted on performance and satisfaction levels
concentrated mainly on workers at the lower echelons of the
organizations. The writer Is of the opinion that factors
such as pay, sex, and work-status may equally affect the
satisfaction levels of supervisory personnel In any
organization. Hence, there Is a need to examine the effects
of pay, sex, and work-status on the level of Job satisfaction
among directors of recreation centers In the City of Atlanta,
Georgia.
^Graham Staines and Robert Quinn, "American Workers
Evaluate the Quality of Their Jobs," Monthly Labor Review
(January 1977):3.
2lbid., p. 4.
II. THE PROBLEM AND SETTING
In April of 1981, the City of Atlanta's Bureau of
Budget Policy and Evaluation was abolished and replaced by
the Office of Budget, Audit and Management (BAM), The
primary responsibilities of the Office of Budget, Audit,
and Management are as follows: 1) reviewing departmental
actions In regards to established city goals and policies;
2) reviewing recommendations by the Commissioner of Finance
In terms of their conformity with budget policy; and
3) periodically evaluating inter and intra-departmental
operations and functions to determine results, effectiveness,
and the need for policy or program changes.3
The Office of Budget, Audit and Management Is composed
of three divisions: 1) Budget Division - responsible for
preparing and administering the budget for the Mayor;
2) Management Audit Division - responsible for conducting
management and operational audits as well as reviewing
performance In Departments and Bureaus; and, 3) Management
Systems Division - responsible for ensuring that the Mayor
has the necessary Information to make managerial decisions.^
3Clty of Atlanta, Office of Budget, Audit and Management,





The writer was assigned to the Management Audit Program
(MAP) in the Office of Budget, Audit, and Management (BAM)
as a management analyst intern from March 1, 1982 through
September 30, 1982.
As an intern in BAM, the writer was responsible for
performing management and budget investigations, surveys,
research projects, and related work in research methods,
procedures, policies, organizations, and legal authorities
of various city programs and departments. The writer was
also responsible for performing complex evaluations and
making recommendations for improving managerial and
operational efficiency and effectiveness. In addition,
interns assigned to this position perform special project
assignments and conduct workshops. The end product of a
task performed by an analyst is usually in the form of
feasibility and cost-benefit studies, research studies,
system proposals, and procedure manuals.5 Specifically,
the writer was assigned the task of conducting a study that
would assist the Bureau of Recreation in assessing the
level of job satisfaction among the directors of the Bureau's
recreation centers. Thus, this study is designed to assist
the Bureau in assessing job satisfaction levels of City of
Atlanta Recreation Center Directors as they relate to sex,
5city of Atlanta, Class Specification (Atlanta, GA.;
Personnel Department, 1982), p. 95.
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pay. Job, and work-status.
Statement of the Problem
The level of Job satisfaction among workers within
agencies has become an important concern of public
administrators. Studies conducted in this area suggest
that there is a direct linkage between Job satisfaction and
Job performance. Additionally, studies show that many
variables such as sex, pay and work status, age, and
organizational size may influence the level of worker
satisfaction.6
During the internship, the writer observed that there
was a problem of low morale among the workers in the
recreation centers. More importantly, these workers
expressed concerns about the lack of enthusiasm on the part
of the directors of the centers. Since no study has ever
been conducted on the Job satisfaction level of the directors
of the centers, the writer decided to do so.
6por examples, see J.P. Campbell, M.D. Dunnette and
J.P. Haskel, "Factors Contributing to Job Satisfaction and
Job Dissatisfaction in Six Occupational Groups," Journal of
Organization Behavior and Human Performance (December 1967):
143-147.
III. REVIEW OP THE LITERATURE
Over the last ten years, a great deal of attention has
been given to job satisfaction In the United States, The
degree to which people In the public sector find meaningful
satisfaction In their jobs can Influence the manner In
which they carry out their responsibilities and commitment
to their profession. Job satisfaction has been defined as
the attitude of workers toward the organization, their job,
their fellow workers, and the psychological factors In the
work environment.7
DeCotls and Gryskl conducted a study In which they
examined the level of job satisfaction among 1,000 State of
Georgia employees by utilizing a Job Description Index.
The Index consisted of various dependent variables such as
pay, promotion, supervision, and co-workers as well as
Independent variables such as job tension, role conflict
and ambiguity. Inadequate organization participation, and
excessive bureaucratic regulation.^
7b. Iris and G.B. Barrett, "Some Relations Between Job
and Life Satisfaction and Job Importance," Journal of Applied
Psychology (June 1977):302.
SAllen R. DeCotls and Gerald S. Gryskl, "Role Orientations
and Job Satisfaction In Public Bureaucracy," Southern Review of
Public Administration (Spring 198l);23.
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Job related tension was defined as anxiety that occurs
as a result of negative factors on the Job. Role ambiguity
was defined as the lack of appropriate Information on Job
duties which create Increased Job tension. Role conflict
occurs when two or more sets of pressures or expectations
exist that Impede each other.9
The authors contend that Job tension, role ambiguity/
conflict, and excessive bureaucratic regulations decrease
the level of Job satisfaction. On the other hand, unlike
other Independent variables, organizational participation
Increases the level of Job satisfaction among workers. In
concluding, the authors suggest that If managers Increase
the level of employee participation and decrease bureaucratic
regulations, both would psychologically benefit the employee
and Improve the overall level of Job satisfaction.
In 1959, Herzberg hypothesized about the effects of
Intrinsic and extrinsic factors affecting workers. He
posits that extrinsic characteristics prevent dissatisfaction
while Intrinsic characteristics create satisfying Job
situations.Extrinsic characteristics focus on context and
the work environment. Extrinsic factors are work conditions,
relationships with co-workers, supervision, organization
9lbld., p. 30.
lOpredrlck Herzberg, cited by Partlcla Voydanoff,
"Perceived Job Characteristics and Job Satisfaction Among
Men and Women,” Psychology of Women Quarterly 5 (Winter
1980):177.
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policies and administration, and pay and Job security.il
Intrinsic characteristics deal with the Job content and
task Involved and the opportunities for self-expression and
self-actualization.12 These characteristics Include Job
responsibility. Job variety. Job skills, and promotional
opportunities.
Additionally, Herzberg examined Job satisfaction
according to sex and found that in both men and women the
levels of Job satisfaction depended on their intrinsic
factors being met as opposed to extrinsic factors; this
further substantiated Herzberg*a viewpoint of the Importance
of intrinsic factors in improving the level of Job
satisfaction.13
Organizational size can also affect the level of Job
satisfaction. In Beer’s article. "Organizational Size and
Job Satisfaction," he discusses the changes in the level of
Job satisfaction as the organization grows. His premise is
that organizational variables change as the entity grows in
size and that these variables and not size Itself are
responsible for changes in Job satisfaction.!^ Examples of




l^Michael Beer, "Organization Size and Job Satisfaction,"
Academy of Management (March 1964):35.
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leadership, and the needs and expectations of workers. As
these variables Interact with each other they cause different
levels of Job satisfaction to occur.
In addition to variables changing. Beer believes that
styles of leadership will also change as the entity grows.
These changes occur as a result of expanded organizational
levels, longer channels of communication, and a wider span
of controls.15 Basically, there are three stages of
leadership. The three styles of leadership seen as the
organization grows are owner-manager, the entrepreneur, and
the professional leader. These styles are viewed In the
aforementioned sequence.
Beer argues that as the organization grows, employees’
needs and expectations grow. These needs must be met a
least partially In order for employees to be satisfied.
Need satisfaction theory suggests that Individuals have a
variety of needs, and that a person's actions are a function
of a desire to fulfill various needs.more a person
receives what he or she wants the more satisfied he or she
will be.
The Job and Job environment like other aspects of
dally life activities have characteristics that are meaningful
to a person's needs. Thus, Job satisfaction and dissatisfaction




and what the individual feels he or she is getting from the
job.Job satisfaction is expected to be the highest when
job characteristics are equal to the person's needs or
expectations of the job.l® Conversely, the wider the gap
between a person's needs on the job differs from what is
received, the lower the level of job satisfaction.
The factual basis for the "common sense" approach to
sex differences on job satisfaction is somewhat suspect.
Ivancevich and Donnelly concluded that a generalization
concerning sex differences in job satisfaction is not
warranted because of inconsistent findings.1^
Glueck suggests women are underrepresented in the bet¬
ter better paying and higher status jobs in the United
States and as a result women are typically less satisfied
with their job than men.20 However, Quinn, Staines, and
McCullough reviewed five empirical surveys on job satisfac¬
tion and reported that no large or consistent sex diffe¬
rences were observed.21
l^George R. Rawson and Russell L, Smith, "A Look at Job
Satisfaction Theory," Midwest Review of Public Adminstration
12 (September 1978):156.
ISibid., p. 157.
l^J.M. Ivancevich and J.H. Donnelly, "Job Satisfaction
Research: A Manageable Guide for Practioners," Personal
Journal 14 (October 1968);172.
20w.F. Glueck, Personnel: A Diagnostic Approach (Dallas
BPI Incorporated, 1974), p. 556.
21r.P. Quinn, G.L. Staines, and M.R. McCullough, Job
Satisfaction: Is There a Trend? (Washington, D.C.: U.S.
Deapartment of Labor, 1974),p.120.
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Many different assumptions have been made regarding
the differences between men and women in the American work
force. Many of these assumptions have a basis in tradition
or word of mouth wisdom rather that empirical fact.
Determination of which assumptions concern valid differences
between males and females in the work force will probably
come from empirical verification or refutation. A commonly
noted difference between males and females is that of Job
satisfaction. A related ’’truism” is that women have a much
higher turnover rate than men and that turnover rate reflects
basic differences between men and women in Job satisfaction.22
Of the many variables of Job satisfaction investigated,
satisfaction based on pay appears to be the most controversial.
For many years, behavioral scientists have argued varied
positions that pay can only serve as a dlssatlsfler because
pay Itself is a hygiene factor which is considered a
dlssatlsfler.23 Most evidence supports Herzberg’s theory
only to the extent that pay is not a source of satisfaction,
but the evidence does not support the theory that hygiene
factors are always dissatlsfiers.
Satisfaction; Is There a Trend? (Washington, D.C.: U.S.
Department of Labor, 197A), p. 43.
22Tlmothy Keaveny, John H. Jackson, and John A. Possum,
Sex Differences in Job Satisfaction (Loramine, WY; University
of Wyoming Press, 1976), p. Tl
23Herzberg cited by Rawson and Smith, ”A Look at Job
Satisfaction Theory,” p. 156.
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Schwab and Wallace examined the level of pay as it
related to wokers satisfaction using 350 men and women in a
large firm. They contend that pay is a continuous variable
which is capable of ranging from positive (satisfied) to
negative (dissatisfied). Thus, satisfaction based on pay
occurs when the existing pay corresponds to desired pay
levels.2^
Their study focused on two types of characteristics as
they relate to pay: organizational characteristics (l.e.,
organizational level and method of payment) and personal
characteristics (l.e., individual wage level, age, sex, and
tenure).25 Additionally, the authors hypothesized than
hourly paid employees are more satisfied that employees
employees paid under individual or group incentives. In
simple terms, those employees paid by perfoemance are less
satisfied than those paid by time. Consequently, incentive
systems most often lead to feelings of dissatisfaction as
opposed to feelings of satisfaction.26
Robbins found that the critical satlsflers affecting
workers Included the Job itself, work achievement, and
2^Donald P. Schwab and Marc J. Wallace, Jr., "Correlates





recognition. While salary was a reason for Job termination.
It was reported satlsfler or dlssatlsfler.27 Morgan utilized
two different methodologies - a free choice, open-ended and
a forced choice, structured Item questionnaire to determine
the factors related to Job satisfaction of workers. It was
dlscoverd that Job factors contributing most to the
satisfaction level of workers were achievement and work
Itself, and that pay was not reported as a contributor.28
Miller and Terburg examined Job satisfaction as It
relates to work status (l.e., full-time versus part-time
employees). Their sample consisted of 399 full-time and
665 part-time employees of a manufacturing firm. The
results of the study revealed that the attitudes of full¬
time and part-time workers differ greatly.
In general, part-time employees commonly Join the work
force for different reasons than do full-time employees.
Part-time workers are usually Individuals who need flexible
work schedules for various reasons. Thus, they are not
typically concerned with organizational changes. They are
Influenced more by changes In their social environment as
opposed to changes In their work environment. Part-time
workers are usually less Involved In organizational social
27w.L. Robbins, "Perceived Job Satlsflers and Dls-
satlsflers Among Professors of Educational Administration,"
(Ph.D. dissertation. University of Arkansas, 1975), p. 3^6A.
28j.w. Morgan, "Factor Determining the Job Satisfaction/
Dissatisfaction of Secondary School Counselors," (Ph.D.
dissertation. University of Arkansas, 1975), p. 5928A.
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systems and more Involved In the extra-organizational social
systems.29 This shows that external events Influence part-
time employees more than the full-time employees who are
normally affected by Internal events.
Generally, workers put job satisfaction ahead of a pay
raise. Workers Identify recognition, the opportunity to
participate In management decisions, and a feeling of
usefulness as more Important factors which lead to Job
satisfaction.30 Serglovanni supports this belief based on
studies he conducted. It was discovered that factors
contributing to Job satisfaction of workers were achievement,
recognition, and responsibility. It was also discovered
that there was no significant difference in the sources of
Job satisfaction of workers according to sex or the length
of time employed.31
29Howard E. Miller and James R. Terburg, "Job Attitudes
of Part-Time and Full-Time Employees," Journal of Applied
Psychology 64 (1979):385.
30Arthur W. Wltklns, "How Bossess Get People to Work
Harder," U.S. News and World Report, 29 January 1979, p. 63.
31t.J. Serglovanni, Factors Which Affect Satisfaction
and Dissatisfaction of Teachers," Journal of Educational
Administration (May 1967):5.
IV. METHODOLOGY
The major methodological approach employed In this
study was descriptive analysis. Descriptive analysis was
used as a research tool to describe situations and events.32
As such, the writer used the descriptive analysis method to
examine the Job satisfaction levels of Center Directors as
It relates to sex, pay and work-status.
Primary Data
The primary data were collected through the use of a
questionnaire and personal interviews with one District
Manager and two Center Directors. These Individuals were
selected because of their longevity In the Bureau of
Recreation. The questionnaires were sent to all the 42
Recreation Center Directors In the City of Atlanta. However,
35 of them or 83 percent responded.
The questionnaire used In this study was adopted by
the writer from a scale developed by H.E. Miller. The
Attitudlnal Job Questionnaire consists of two parts. Part I
Includes the forty-five Items developed by Miller, Part II
consists of a section added by the writer, this part Includes
32Earl R. Babble, The Practice of Social Research




the variables of sex, pay grade, and work-status (see
Appendices A and B).
The questionnaire is scored by having the respondent
place a plus (+) sign before each Item with which he/she
agrees, with respect to the Item under consideration. The
attitude score Is the median of the scale values of the
Items with which the subject agrees. The higher the score,
the more favorable the attitude toward the occupation In
question.33
The statistical technique used to measure If the
differences were significant was the T-test. The mean and
standard deviation were computed for each group. A score
was the computed based on variables: sex, pay grade, and
work-status. The T ratio scores derived from the groups
were computed at the .05 level of significance; and computed
T ratio score values equalled to or greater than the table
value Indicated that responses were significant.
Secondary Data
Secondary data were obtained from government documents.
Journals and books.
33Marvln E. Shaw and Jack M. Wright, Scales for the
Measurement of Attitude (New York: McGraw-Hill Book
Company, 1967), p. 129.
V. FINDINGS AND DISCUSSION
TABLE 1
CITY OP ATLANTA RESPONDING RECREATION CENTER DIRECTORS




25 10 PG 1 = 18
PG 2-17
35 35 35 35
Source omplled from Responses to Questionnaire
Administered to Center Directors.
Table 1 shows a breakdown of the respondents by sex,
pay, and work-status. Nineteen or 54 percent of the
respondents were males, and sixteen or 46 percent were
females. There were two work-status categories. Twenty-
five or 71 percent were among those classified as full-time
and ten or 29 percent part-time employees.
Data on workers' Individual scores to the forty-five
Items on the Attltudlnal Job Questionnaire presented In
Tables 2, 3, and 4 were used to Identify worker satisfaction
as It relates to sex.
Table 2 shows the median scale values of the female
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Source; Compiled from Responses to Questionnaire
Administered to Center Directors.
responded to the questionnaire. Medians scale values range
from 4 to 22, as previously stated, the higher the score
the more satisfied is the individual. The highest score
possible is 45. The mean score for the sixteen female
subjects, representing 46 percent of the sample population
is 13.4, This score Itself is not significant other than
indicating the average of all scores computed.
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Compiled from Responses to Questionnaire
Administered to Center Directors.
Their median scale scores range from 9 to 3^, and the mean
score for this group was 15.5. In comparing the median
scale values and means scores of female versus males, males
seemingly are more satisfied with their work than females.
However, statistically speaking, the difference Is not
significant.
Information derived from Table 4 was used to determine
20
TABLE 4
STATISTICAL COMPUTATION EMPLOYING T-TEST FOR JOB








F 16 13.4 4.8 33 2.03 1.04
M 19 15.5 6.5
T Table Value Level of Significance
.65
Source: Compiled from Responses to Questionnaire
Administered to Center Directors.
If there was a significance In the job satisfaction level
of subjects based on sex. This table shows that the T
ration value of (1.04) was lower than the T table value of
2.03] therefore, there was no significance In the Job
satisfaction level of subjects based on their sex, even
though the mean score of males was higher than that of
females. This conclusion supports other research findings
conducted on the effect of sex on Job satisfaction. The
findings by Miller and Terburg noted too many Inconsistences
with respect to the effect of sex on level of Job satisfaction.
Table 5 shows the median scale values of subjects
based on work status. Group I represents ten part-time
subjects responding to the questionnaire. Their median
scale values ranged from 10 to 20, and the mean score for
this group was 17.4. Group II represents twenty-five
21
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SubJ ects Median Scale
Value
1 10 1 4
2 11 2 8
3 12 3 9
13 10
5 17 5 11
6 19 6 11
7 20 7 11
8 20 8 11
9 21 9 11

















Source: Compiled from Responses to Questionnaires
Administered to Center Directors.
22
full-time subjects responding to the questionnaire. Their
median scale values ranged from 4 to 34 with a mean score
of 13.4.
In comparing the two groups, part-time directors appear
to be more satisfied than full-time directors. This finding
supports other research findings which suggest that part-
time employees overall are more satisfied than full-time
employees primarily because part-timers are not influenced
by internal organizational events like full-timers.34
Consequently, change in the internal structure has little
effect on their level of job satisfaction as part-time
employees.
Table 6 represents information used to determine if the
job satisfaction level of subjects was significant based on
their work-status. This table indicates that the T ratio
of 2.2 was higher than the T value of 2.031, thus, the
level of job satisfaction based on work-status is significant
when comparing full-time Center Directors with those who
are part-time.
Table 7 shows the median scale values based on subjects
pay range. Pay Range I represents workers whose incomes were
between $7,500 to $15,000 per year. Pay Range II represents
worker pay that was $15,000 to $20,000.
A total of eighteen subjects were in Pay Range I. The
34For examples, see Miller and Terburg, "Job Attitudes
of Part-Time and Full-Time Employees," p. 385.
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TABLE 6
STATISTICAL COMPUTATION T-TEST FOR JOB SATISFACTION















T-Table Value Level of Significance
2To1 .05
Source: Compiled from Responses to Questionnaire
Administered to Center Directors.
TABLE 7
SUJBECTS RESPONSES TO INSTRUMENT ON JOB SATISFACTION
BY PAY RANGE
PAY
RANGE I: $7,500 - $15,000
PAY
RANGE II: $15,000 - $20 ,000





1 10 1 4
2 11 2 8
3 11 3 9
4 12 4 10
5 12 5 11
6 13 6 11
7 13 7 11
8 13 8 11
9 15 9 11
10 17 10 12
11 19 11 13
12 20 12 13
13 20 13 13
14 21 14 13
15 21 15 13
16 21 16 13
17 31 17 15
18 34
MEAN = 17.4 mean = 11.3
Source: Compiled from Responses to Questionnaire
Administered to Center Directors.
median scale values of these subjects ranged from 10 to 3^,
and their mean score was 17.4. Pay Range II consisted of
seventeen subjects whose median scale values ranged from 4
to 15. The mean score for these subjects was 11.3.
In comparing the mean score of Pay Range I (17.4) with
Pay Range II (11.3), lower paid directors appear to be more
satisfied than those who are paid more. The mean difference
between these two groups was 6.1.
Information derived from Table 8 was used to determine
If there was any significance In the Job satisfaction level of
subjects based on their pay range. This table shows that
the T ration value of 3.5 was higher than the T table value
2.03. Therefore, there Is a significance In the Job
satisfaction level of subjects based on pay as It relates
to Center Directors.
Research findings conducted In relating pay to the
level of Job satisfaction appear to be controversial. For
example, Herzberg contends that pay Is a hygiene factor,
which he considers a dlssatlsfler.35 On the other hand,
Schwab and Wallace contend that pay Is a continuous variable
ranging from positive (satisfied) to negative (dissatisfied).36
They believe that satisfaction occurs when existing pay Is
equal to desired pay levels. Based on the findings of this
35Herzberg cited In Rawson and Smith, ”A Look at Job
Satisfaction Theory,” p. 156.
36schwab and Wallace, ’’Correlates of Employee
Satisfaction With Pay," p. 78.
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TABLE 8
STATISTICAL COMPUTATION EMPLOYING T-TEST FOR JOB





of Freedom Error T
Pay Range I 18 17.4 6.6 33 1.75 3.5
Pay Range II 17 11.3 2.5
T-Table Value Level of Significance
2.03 .05
Source: Compiled from Responses to Questionnaire
Administered to Center Directors.
study, part-time employees seem to be more satisfied with
their pay levels than full-time workers.
Summary
The data from the preceding section Indicated that
there Is a statistically slgnflcant difference at the .05
level In Job satisfaction as It relates to pay and work-
status. The data further show that there Is not a
statistically significant difference In the Job satisfaction
level of workers based on sex.
Prom the analysis presented In this section these
ancillary findings surfaced: 1) Center Directors with lower
pay were more satisfied than those with higher pay; and
2) Center Directors with part-time work-status were more
satisfied than full-time directors.
VI. CONCLUSION AND RECOMMENDATIONS
This study was designed to gather data which would
shed some light on the Impact of sex, pay, and work-status
on the level of Job satisfaction among the directors of
recreation centers In the City of Atlanta. Based on the
findings presented In the previous section of this study,
three conclusions were drawn.
First, sex does not affect the satisfaction level of
Center Directors. This conclusion supports findings by
Quinn, Staines, McCullough who reported that five empirical
studies they conducted showed that there was no large or
consistent difference In worker satisfaction levels based
on sex.37
This conclusion supports the findings of this study
which shows that although the mean score of males (15*5) Is
higher than that of females (13.4) the T ratio when compared
Is too low to be significant.
Second, pay affects Center Directors satisfaction
level. This particular conclusion supports Schwab and
Wallace who found that pay Is a continuous variable which
Is capable of varying from positive (satisfied) to negative
37Quinn, Staines, and McCullough, Job Satisfaction;
Is There a Trend?, p. 21.
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(dissatisfied).38 Usually satisfaction based on pay occurs
when the existing pay corresponds to desired pay levels.
However, this conclusion disproves Herzberg's premise that
pay is a hygiene factor that contributes to Job dissatisfaction
as such, it cannot be considered as a motivator or growth
factor.
Third, work-status (part or full-time) affects the Job
satisfaction level of workers. Miller and Terburg found
that part-time workers are more satisfied with their Job
than full-time workers,39 Part-time employees are usually
Influenced by external organizational factors as opposed to
changes in the internal or organization setting which
usually affect the full-time employees.
Part-time workers are usually Influenced more by
changes in the social environment as opposed to changes in
work environment. On the other hand, full-time workers are
normally affected by Internal organization events, which
may be due to their longevity on the Job or different
reasons for working.
The findings led to the conclusion that pay and work-
status affect the level of Job satisfaction.
38schwab and Wallace, "Correlates of Employee
Satisfaction With Pay," p. 78.
39Mlller and Terburg, "Job Attitudes of Part-Time and
Full-Time Employees," p. 385.
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Recommendations
Public sector managers realize that In order to Improve
the efficiency of their organizations and meet the demands
of modern times, workers’ satisfaction must be addressed and
reliable solutions must be obtained to ensure that
organizational goals are achieved.
Based on the findings and conclusions drawn In this
study, the following recommendations are made: 1) recreation
bureau officials should Increase the pa levels of Its full¬
time Center Directors In order to Improve the level of Job
satisfaction; 2) the Bureau of Recreation should consider
Implementing a flex-time program, allowing Center Directors
to select work shifts based on peak and non-peak season;
and, 3) periodically, surveys should be conducted to
ascertain the job satisfaction of all Recreation personnel.
APPENDIX A





I am enrolled in a Master’s Degree Program at Atlanta
University, Currently, I am completing a study on
’’The Job Satisfaction Level of Recreation Center Managers
In an Urban City’s Parks Department”.
In an effort to collect the data needed for this study, I
have obtained permission from your supervisor to appeal to
you and other center managers to participate In the study.
The study will aid your agency In Improving the orklng
relations of Its managers and assist me In gathering the
data I need.
I would appreciate your assistance and am asking you to
complete the attached questionnaire and return it to me on
or before December 20, 1985, in the enclosed envelope.
It Is not necessary for you to identify yourself or your
center In this study. The Important thing Is the data to
be collected, compiled, and shared with those who are In
position to affect change for the agency and its employees.










DIRECTIONS: Following Is a list of statements about your
occupation. Place a plus sign (+) before
each statement with which you agree.
1. I would rather work at this occupation than eat
2. I love to do this work.
3. The most lasting satisfactions in life come to
one in this work.
4. This work fascinates me.
5. I would not mind working seven days a week on
this Job.
6. This work is more enjoyable than most play.
7. I like this work too well to give it up.
8. This work is one of my favorite pastime.
9. This work gives me a great deal of pleasure.
10. I feel as though I am of benefit to mankind in
this work.
11. This occupation offers one a chance to put his
own ideas into operation.
12. This occupation will mean a great deal to me
when I am old.
13. This is a good Job.
14. This Job will bring benefits to everyone who
does it.
15. This Job has several very decided advantages





16. This Job Is undoubtedly worth having.
17. Many things about this work are advantageous.
18. This vocation Is a good pastime.
19. This vocation has Its merits.
20. This Job Is good enough for me.
21. This work seems to be satisfactory.
22. This Is a pleasant vocation some of the time.
23. I do not think this work would harm anyone.
24. The advantages and disadvantages of this work
about balance each other.
25. This Job Is all right when no others are available.
26. This work could be much more Interesting.
27. This vocation Is all right, but I would not want
It.
28. Some people like this work, but more of them
dislike It.
29. Part of the time I enjoy this Job; most of the
time I do not.
30. To me, this vocation Is more or less boring.
31. Many people do not like this work.
32. Why should one work on this Job when so many
other Jobs are better.
33. An Intelligent person would not be satisfied In
this occupation very long.
34. The advantages of this work will never outweigh
the disadvantages.





36. I have no desire to do this kind of work.
37. One cannot keep up a decent standard of living
In this occupation.
38. I would be better off without this Job.
39. The less I see of this occupation, the better I
like it.
40. Only a very stupid person could be satisfied
with this work.
41. This vocation can be burled for all I care.
42. The best one can hope for from this occupation
is a long life which will end in the poorhouse.
43. I have a feellngof hatred for this vocation.
44. Under no conditions would I like this work.
45. This is the worst occupation in the country.
PART II




$ 5,000 - $ 7,500
$ 7,501 - $10,000
$10,001 - $15,000
$15,001 - $20,000
$20,001 - or above
WCBK-STATUS:
Full-time (paid for 35 or more hours per week).
Part-time (paid for less than 35 hours per week).
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